Introduction
As the business environment becomes more turbulent, complex and dynamic, effective entrepreneurial leadership is increasingly viewed as a source of competitive advantage (Küpers, and Weibler 2008) , particularly critical in small business development (Thorpe, Cope, Ram, and Pedler 2009 ). Yet, in contemporary leadership research, leadership in the context of smaller entrepreneurial businesses, and specifically female owned ones, is a terra incognita (Bruin, Brush and Welter 2007; Jensen, and Luthans 2006) .
Past research has mainly concentrated on the role of leadership in large corporations, ignoring the small enterprise context (Vecchio, 2003) . Similarly, despite the literature attributing female entrepreneurs 'different' attitudes on areas such as leadership, profit and growth (Marlow, and McAdam 2013; Sexton, and Bowman-Upton 1990) , little research has particularly focused on females as an explicit research group (Bruin, et al. 2007 ). Whilst prior research has indicated that management and leadership style is shaped according to a leader's personal traits and characteristics, few empirical studies have provided concrete linkages between personal competencies and leadership style.
The current study bridges these gaps by specifically investigating the role of competencies in shaping the leadership style of female leaders. Acknowledging that comparisons between groups of women would allow for a fuller understanding of the gendered processes within this context (Bruin, et al. 2007) , our study explores a group of female leaders of micro and small enterprises in three distinct regions of the UK; the North West of England, Yorkshire and North Wales, and offers a detailed leadership profile of their leadership styles and competencies, whilst controlling for the role of age and prior experience in the industry. We particularly ask:
"What are the specific leadership styles exhibited by female leaders of micro and small businesses" "To what extent are these styles influenced by the specific competencies exhibited by these female leaders?"
In doing so, we make two distinct contributions to the literature. First, we provide new insights into the leadership styles adopted by female entrepreneurs of small and micro enterprises. For the purpose of this study, we define a female entrepreneur as leading a business that is wholly or majority female-owned and managed (Carter, and Shaw 2006) . Second, we specifically investigate the role of owners' competencies in shaping leadership style. Due to the limited extant research on the topic in the small business and gender literatures, we draw inferences from the general bodies of leadership research, the newly established entrepreneurial leadership research and the gender psychology literature to inform our knowledge and arguments. Synthesizing these different strands of the literature, we offer a more holistic view of entrepreneurial leadership within small businesses owned and led by females.
The paper is structured as follows: Firstly, theoretical foundations are explored followed by our research methodology. The analysis of the data is described next, followed by a presentation of the research findings. Finally, we discuss our findings, their theoretical contributions and practical/policy implications, and provide suggestions for further research.
Theoretical Framework

Entrepreneurs as Leaders
Entrepreneurial leadership, from the perspective of the leadership role performed in entrepreneurial ventures, is emerging as a critical issue in our understanding of economic development (Leitch, McMullan, and Harrison 2013) . This approach is viewed as a 'new paradigm', as the literature to date has focused on larger organizations and corporate entrepreneurship behaviors of middle management (Gupta, MacMillan, and Surie 2004) . While our understanding of the strong relationship between quality of leadership and the management of SMEs is becoming clearer (Thorpe, et al. 2009) , there is considerably less focus on the analysis of leadership and leadership development (Leitch, et al. 2013 ).
Leadership capabilities are crucial for organizational success and sustainable competitive advantage (Luthans, and Youssef 2007) . In SMEs the leadership role is arguably even more important than in a larger organizational context, where the line that separates leadership and management responsibilities is blurred (Storey, Keasey, Watson and Wynarezyk, 1994) . Indeed, the few studies on SME leadership suggest that the impact of the leader and leadership role is crucial for success or failure (Küpers, and Weibler 2008) .
Undoubtedly, the personal competencies of the leader will be influential on the performance and success of the enterprise. Yet to date minimal empirical research exists on the intersection of micro and small business leadership and leader competencies (Jensen, and Luthans 2006) , although it is recognized that the range of competencies required to run smaller ventures are qualitatively and quantitatively different from those needed in larger organizations (Johnson, and Winterton 1999) . McGrath and MacMillan (2000) were among the few to concentrate on the topic.
They claimed that an ever-changing and dynamic business environment, with increasing uncertainty and competition, requires a different type of leader; an "entrepreneurial leader". Although McGrath and MacMillan's research was not limited to small companies, and focused upon growth orientation, they ultimately defined the entrepreneurial leader as one who creates "an organization that does things...as a matter of course" and achieves success through "continual search for new opportunities" (2000, p. 301).
Other studies have looked specifically at the human element of leadership. For example, Baum, Locke, and Kirkpatrick (1998) demonstrated the importance of the business founder's ability to convey a clear vision to employees. Ireland, Hitt, and Sirmon (2003) talked about the role of human capital in nourishing strategic entrepreneurial behavior and entrepreneurial leadership. More recently, continuing this discussion, Roomi and Harrison (2011) defined entrepreneurial leadership as "having and communicating the vision to engage teams to identify, develop and take advantage of opportunity in order to gain competitive advantage." (2011, p. 2).
The ability and skill in attracting other key management members and then building the team is one of the most valued capabilities for lead entrepreneurs as the quality of the entrepreneurial team is strongly connected with the growth potential of a new venture (Watson, Ponthieu, and Critelli 1995) . Finally, some attention has also been placed on the different leadership styles and practices employed by small business leaders in general. Initial studies by Ardichvili, Cardozo, and Gasparishvili (1998) showed that small business leaders involve peers in decision making, but not subordinates. They also exhibit few authoritarian and more situational styles of leadership.
In general, entrepreneurial leaders have been frequently linked to transformational leadership styles. Acknowledging that transformational leaders are driven by the need "to transform individuals, teams and firms by going beyond the status quo and (affecting) their firms ability to innovate and adapt", 'transformationally' led firms are expected to be more entrepreneurial in nature (Ling, Simsek, Lubatkin, and Veiga 2008, p. 557) . Indeed, Visser, De Coning and Smit (2005) revealed positive links between transformational leadership and entrepreneurial leaders, with a particular impact on strategy, communication, and interpersonal relationships.
Gender and Entrepreneurial Leadership
Leadership research has long considered the role of gender in leadership styles and characteristics, with leader stereotypes generally considered to be masculine (Koenig, Eagly, Mitchell, and Ristikari 2011) . The literature has traditionally posited certain traits and capabilities for entrepreneurial success (and indeed successful leadership) as being typically associated with men (Jones 2014; Marlow, and Strange 1994) . However, the empirical evidence so far is inconclusive.
Brush (1992) identified four major areas of research on female entrepreneurs centered on individual characteristics, organizational characteristics, process of business creation and acquisition and environmental factors, suggesting that there are "more differences than similarities between male-and female-owned business" (1992, p. 12) . Brush also emphasized the assumed homogeneity of female entrepreneurs, with little research across groups of females, effectively masking wider, gendered complexities of business ownership and differing approaches to entrepreneurship and leadership.
Since the 1980s, many studies in the small business and entrepreneurship literature have been conducted upon the premise that female entrepreneurs adopt different leadership styles (Ahl 2006) . For example, Alimo-Metcalf (1995) showed that female constructs of leadership are transformational and interactive and prioritize team management and service delivery. Eagly, Johannesen-Schmidt, and van Engen's (2003) meta-analysis of 45 studies of transformational, transactional and laissez-faire leadership styles also found that females were more transformational and "engaged in more of the contingent reward behaviors that are a component of transactional leadership" (2003, p. 569) . Other research has shown that female managers perceive themselves to be more transformational than males (Carless 1998) . Indeed, Eagly and Carli (2003) suggest that female leaders are more likely to lead in a style that is better suited to contemporary economic and organizational conditions than their male counterparts. Different approaches to leadership practice have also been observed -for example, effective communication and people skills, consensus building and communication, with females having more social capital than their male counterparts (Runyan, Huddleston, and Swinney 2006) . Furthermore, it is suggested that female entrepreneurs perceive their lack of management experience and business skills as a major constraint (Heilbrunn 2004) , and hence tend to bring in human capital that complements their competencies and are able to recognize the weaknesses in their own human capital abilities (Lerner and Almor, 2002) . Emphasizing the importance of perceptions, Langowitz and Minniti (2007) suggest that females across many nations and cultures perceive themselves and the entrepreneurial environment in a less favorable light than males. Indeed in the same study, the authors found that subjective issues have a greater influence on female entrepreneurial propensity.
On the contrary, other studies indicate that today female entrepreneurs are perceived as being tougher than other females (Ahl 2006) , suggesting that female entrepreneurs of the 21st century may not conform to the traditional feminine stereotypes of leadership or that wider cultural perceptions may not reflect the lived experience of female leaders. In addition, scholars argue that it is not a question of 'if' gender is an issue but 'how' gender affects women's perceptions and experiences of entrepreneurship (Ahl, 2006; Hughes, Jennings, Brush, Carter, and Welter 2012; Marlow, and McAdam 2013; Ahl, and Marlow 2012) and that this is not the same for all females (De Bruin, Brush, and Welter 2006; Hughes, et al. 2012) . To challenge homogenous accounts, there are calls to focus on females as an explicit research group.
In fact, as Gundry and Welsch (2001) suggest, differences between female entrepreneurs are of specific interest, and might be linked to factors other than 8 gender (Eagly and Johannesen-Schmidt 2003) . For example, factors such as age and education are increasingly suggested as being an important aspect of leadership style and perceptions of leadership style (Barbuto Jr, Fritz, Matkin, and Marx 2007) .
Older leaders are considered to be more transformational in their leadership style, as are those with an advanced degree (Barbuto Jr, et al. 2007 ). However, the importance of examining both the personal and the organizational dimensions of leadership style is also recognized (Galanou, 2010) ; the current study seeks to address this issue through its focus on micro and small businesses.
Entrepreneurial Competencies and the Role of Gender
Research and practice related to competence is motivated by aspirations to achieve superior performance, thus achieving business success (Spencer, and Spencer 2008) . However, one of the key challenges in the competence literature is that there are many definitions of competence (Hayton, and McEvoy 2006) . The terms 'skills', 'expertise', 'acumen' and 'competency' are interrelated and are often used interchangeably in the literature (Smith, and Morse 2005) .
Typically, competencies of entrepreneurs are divided into two major categories, managerial and entrepreneurial, both equally required, to survive and succeed (Chandler, and Hanks 1994) . Managerial competencies are the competencies required to run a business successfully. For example, Smith and Morse (2005) identified two broad themes of managerial competencies: functional competencies, -marketing and finance-, and organizational competencies, -organizing and motivating skills. Entrepreneurial competencies have been identified as a specific group of competencies relevant to the exercise of successful entrepreneurship and the development of small and new businesses. Opportunity recognition, opportunity development, strategic and decision-making skills are some of the recognized entrepreneurial competencies (Herron and Robinson, 1993; Man, Lau, and Chan, 2002) Despite the interest in entrepreneurial competencies, studies on female entrepreneurs are rare. Prior studies have mainly examined only specific aspects of their competencies, and many are comparative to male business owners. Female entrepreneurs are typically stronger in social adroitness and interpersonal skills (Birley, Moss, and Saunders 1987; Hisrich, and Brush 1984) , but weaker in financial skills than males (Collerette, and Aubry 1990; Stevenson 1986) . They tend to focus more on their teams' development, empowering their employees and encouraging their achievements and perseverance (Gundry, Miriam, and Posig 2002) , as well as on networking, strategic planning (Lerner, Brush, and Hisrich 1997; Morris, Miyasaki, Watters, and Coombes 2006) and innovation (Hisrich, and Brush 1984; Sexton, and Bowman-Upton 1990) .
However, the comparison of the competencies of female and male leaders can lead to males and females being judged to different standards, limiting our understandings of the particular competencies of different leaders in different contexts (Biernat and Fuegen, 2001) . Acknowledging the increasing interest in female entrepreneurship and the role of women in the global economic environment in the current study, we specifically focus on the role of competencies in shaping the leadership style of female leaders, addressing these important gaps in the literature.
Methodology
Study Sample
We focus on three regions of the United Kingdom, which are in close approximation to each other, and exhibit great dynamism and growth: the North West of England, Yorkshire, and North Wales 1 . Accounting cumulatively for 20 percent of all the companies registered in England and Wales, and for 21 percent of all the start-ups respectively, the three regions have significantly increased their contribution to the 'entrepreneurial force' of the country, exceeding in growth rates even the most traditionally entrepreneurial regions, such as London and the South East 2 .
Our target population is micro and small 3 female-led businesses, which have been operating for at least two years in their respective industries. The first two years of an enterprise are the most crucial for survival, since 40 percent of all start-ups tend to fail within the first year (Shepherd, Douglas, and Shanley 2000) . Hence, we excluded newly established companies to enable comparability among the results. We focused on female-owned micro (less than £1.6 million turnover) and small businesses (up to £8 million turnover), which account for the vast majority of female-owned The three regions exhibited an 11 percent increase in the number of enterprises in 2013, whereas the relevant increase in London was 4 percent and for England and Wales together was 2 percent (BIS, Business Population Estimates) Due to the special nature of the research questions, and the characteristics of the study sample, it was decided that the self-administered survey questionnaire would be the most appropriate research instrument. Firstly, the exploratory nature of the study constructs required the use of well-established instruments to proxy for the study variables. Second, surveys can produce reliable quantitative data, which are appropriate for inferences and provide a good degree of external validity (Churchill Jr, and Iacobucci, 2009 ).
We used a combination of judgment and snowballing sampling to draw an appropriate study sample (Goodman 1961 ). This technique is most suitable for sampling special populations, which are either difficult to estimate or not easily identifiable from secondary databases (Churchill Jr, and Iacobucci, 2009 ). We identified respondents initially through different women's business networks and entrepreneurs support programmes, such as Forward Ladies in Yorkshire and Chwarae Teg in Wales. Acknowledging that not all female entrepreneurs are members of a network, we also used the directory of regional entrepreneurs to disseminate the questionnaire more widely in all three regions of interest.
Survey Design and Methods
The survey questionnaire (see extract in the appendix) was split into three sections. The first section focused on the profile of the entrepreneur (age, years of business experience, qualifications, family history of entrepreneurship) and the profile of their business (annual sales, number of employees, business sector, legal status, stage of business development).
The second section measured leadership attributes as identified by the relevant literature (Bass, and Bass 2009 ). We employed the Multifactor Leadership Questionnaire (MLQ) designed by Bass and Avolio (1997) , augmented with detailed questions on the decision making approach adopted (autocratic vs. democratic leadership style). The MLQ is a widely employed tool, used to diagnose the behavioral aspects of leaders. It is based on seven factors, measuring transformational vs. transactional leadership attributes, namely idealized influence, inspirational motivation, intellectual stimulation, individualized consideration, contingent reward, management-by-exception, and laissez-faire 5 . The tool comprises 21 randomly deployed five likert-scale items. To measure the level of autocratic vs. democratic leadership style, and decision-making style, we use another set of 10 scalar items.
The third and final section of the questionnaire focused on entrepreneurial competencies. We adopted the Female Entrepreneur Competence (FEC) Framework developed by Mitchelmore and Rowley (2010; , which embraces both entrepreneurial and managerial competencies. Four such types were surveyed, namely Personal and Relationship, Business and Management, Entrepreneurial, and Human Relations competencies.
An early pilot-test of the instrument with a small sample of ten female entrepreneurs revealed no specific problems resulting in only slight adjustments to the survey instrument. The final questionnaire was sent out to prospective respondents either through email (SurveyMonkey link) or by post. A reminder letter and a second wave of questionnaires followed within one month of the initial contact.
Overall, 66 questionnaires were completed in both waves, yielding a final sample of 58 usable responses. No significant differences were observed between early and late respondents.
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Detailed definitions for the variables are provided in Table 2 To validate the findings and allow further insights, we also conducted ten face-toface interviews, four in the area of Yorkshire, three in North Wales and three in the North West. All interviews lasted for approximately one hour, while a similar questionnaire was completed in full in order to have a common reference point. This data was excluded from the empirical analysis to avoid contaminating the original data.
Data Description
In Table 1 , we present summary statistics on the characteristics of our female entrepreneurs and their enterprises. We observe that the study sample is quite diverse with respect to the demographics of the participant female entrepreneurs.
The majority of our respondents (91 percent) are between the age of 24 and 55, they hold either a professional or a bachelor (or above) degree in related or non-related subjects, and have at least five years' experience in their respective industry. With respect to the firm characteristics, most of the firms in the sample are at least four years old, with a very good representation (35 percent) of firms with more than 12 years in the industry and some very young businesses too. The majority of the firms focus on business services or wholesale/retail, with just a few concentrating on other services and even fewer on manufacturing. Finally, the sample includes firms at different stages of development. Table 2 , we take a closer look at the surveyed female entrepreneurs and their leadership styles. In particular, we describe here the anatomy of the respondents' leadership style with respect to behavioral aspects (Panel A) and management aspects (Panel B). To derive the score for each style per respondent, we summed the respective scores on individual items, as per the instructions of Bass and Avolio (1997) . We observe that the investigated female entrepreneurs are described as transformational leaders in nature, scoring on average at the upper range of moderate (8+) and/or high levels in all factors included in the instrument. The highest average scores are observed in leaders' role in influencing (9.14) and developing the well-being of their subordinates (8.84). The only factor that does not follow the same pattern is the laissez-faire with a mean score of just 4.54 out of a maximum of 12. However,, it is important to note that the study population spans the entire range of the scale, with the minimum scores being zero -0-and the maximum 12 in almost all factors.
The data above suggests that, although our female entrepreneurs are mainly transformational leaders, they are not willing or ready to release control of their businesses to their employees. Indeed, the analysis in Panel B further corroborates the above. We observe here that on average the female entrepreneurs adopt a moderate to high autocratic and/or bureaucratic (5.12 and 5.26 respectively) approach rather a democratic style (4.8). In addition, the laissez-faire approach receives on average the lowest scores with just 3.96 out of a maximum of 8. Table 3 four major categories of competencies are examined, namely entrepreneurial, management, human relations and personal with multiple items measuring each one. All four categories are well defined in our sample, and all the items measure, with a high degree of reliability, different facets of each category.
Indeed, inter-item correlations for each category are fairly strong with Cronbach's alphas ranging from 0.693 (for management competencies) up to 0.798 (for human relations). In all cases, the factor means are above the scale midpoint, with personal competencies scoring the highest (3.234), and management competencies the lowest (2.698) 6 .
--------------------------Insert Table 3 here -----------------------------
Data Analysis and Results
To analyze the survey data, we employed a combination of univariate and multivariate tests. In Table 4 , we present the t-test results for the comparison of mean differences in competencies across the seven factors of leadership behavior (Panel A) and the four factors of management style (Panel B). We split the sample based on the scores of each leadership factor using, as a cut-off point, the median of each individual factor as shown in Table 2 (low for scores below the median and high for scores equal to or above the median).
We observe that not all competencies shape leadership style to the same extent. It is clear that human relations and personal competencies are significantly different across the high and low groups for almost all factors related to transformational leadership (apart from the laissez-faire factor). This finding indicates that female entrepreneurs who perceive having high levels of human relations and personal competencies are more likely to adopt a transformational leadership style. However, the perceived level of management skills does not seem to impact on transformational leadership style adoption, whereas entrepreneurial competencies may positively affect some of the factors (such as motivation, simulation,
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Exploratory Principal Components Analysis (not reported) corroborated the convergence and discriminant validity of the above factors, with all entrepreneurial, personal and human relations items loading on one dominant principal component. Meanwhile, although the management competencies items loaded on two components, they were seen as sufficient in measuring overall managerial competency. consideration and management-by-exception) but not all. No specific competence seems to be directly related to the adoption of laissez-faire behavior.
The results in Panel B suggest no significant differences across the level of each competence against the management style groups (low-high). There are only two exceptions: personal competencies appear negatively related to the adoption of bureaucratic management styles, and human relations competencies are negatively related to the adoption of a laissez-faire style.
--------------------------Insert Table 4 here -----------------------------
The above, however, need to be confirmed in a multivariate setting, which explores the combined effects of each competence on shaping leadership behavior and style, while controlling for external characteristics. In Table 5 With respect to control variables, the age of the entrepreneur has a negative effect only on 'management-by-exception'. Entrepreneurs' qualifications negatively influence their 'laissez-faire' behavior, and are also negatively related to the adoption of a bureaucratic management style. Experience is positively related to the adoption of an autocratic management style and to 'management-by-exception', but negatively related to 'idealized influence' behavior. Firm age has a positive effect on both levels of autocratic and bureaucratic management styles adopted, whereas the stage of company development is only negatively related to the level of 'motivation' provided by the leader.
With the exception of just two models (Reward in Panel A and Laissez-faire in
Panel B), all specifications present acceptable levels of goodness of fit and explanatory power. Finally, there are no concerns for collinearity, since mean variance inflation factors (VIF) (not reported here) are below 2 in all models.
--------------------------Insert Table 5 here --------------------------
Discussion
Profile of Female Entrepreneurs of Micro and Small Businesses in the North West of England, Yorkshire and North Wales
The first goal of our paper was to provide a detailed leadership profile of the female entrepreneurs in our study. Taking into consideration their behavioral aspects, we show that in line with past studies (Alimo-Metcalfe 1995; Bass 1991), the female entrepreneurs studied are inclined to adopt a transformational leadership approach. These leaders are particularly interested in achieving high levels of trust, faith and respect with their subordinates; they place significant emphasis on employee well-being and personal development, whilst providing them with inspiration and intellectual stimulus to develop their creativity and ideas, and this was also evident in our interviews.
"...we do a lot of personal development with the teams, a lot of 1-1 sessions and we try to give people more responsibility to handle themselves...in difficult situations." (Interview 4, Design Firm)
At the same time, and contrary to past studies showing females to be participative and democratic in their management style (Brush 1992), we reveal that these female entrepreneurs are not willing or ready to release control to their employees. When it comes to management, they tend to follow a rather moderate to high autocratic approach, and in some cases even a high bureaucratic stance. Chaganti (1986) has long suggested that irrespective of gender, the 'masculine' style of decisiveness and goal-orientation are prerequisites for a successful leader. Indeed, when the respondents were asked to denote how they dealt with decision-making on operational and strategic level, 20 percent admitted making all operational decisions on their own, 45 percent suggested that they do consult their employees although the final decision is theirs, and only 8 percent suggested 'blind' trust in their employees.
When it comes to strategic decisions, however, the message is even clearer; 39 percent admitted to making decisions without any consultation, whereas 49 percent do consult their employees, but make the final decision on their own.
"I do normally ask people before making any serious decision; and we do have a system of how employees need to deal with operational, the mundane daily decisions. Yet when it comes to most significant ones, it is all down to me...it is my company after all." (Interview 7, Catering)
Interestingly, we observe that management approach is positively influenced by leaders' experience and firm age. This finding can be interpreted in two ways: from one point of view, the more experienced the leader is, the more confident she will be in her ability and knowledge in managing the company.
"...you do have to make decisions… and want to get them to a certain place before you'll actually engage with the staff, so I think the strategic planning -at that level -works better if it's kept at board level." (Interview 8, Business Services)
On the other hand, acknowledging that among the most prominent reasons for firm failure is poor management skills (Chaganti, and Chaganti 1983; Gaskill, Van Auken, and Manning 1993) or bad management practices (Acquino 1990; Jennings and Beaver 1997) , when a company succeeds for many years this is typically attributed to good management. Hence, it is understandable that the older the company, the more confident the leader becomes in the success of her management practices, and she is therefore more reluctant to change (Kotter 1996) .
Regarding the industrial segregation of the firms, our sample is mainly service oriented, with hospitality and education services taking the lead. Although our sample consists of firms at different development stages, the in-depth interview analysis revealed that all participants were interested in growing their businesses further. This finding is particularly interesting since it challenges past notions that female entrepreneurs are growth averse (Shane 2008 ).
Finally, with respect to competencies, in line with past studies, the female leaders in this study perceive themselves to be well equipped with entrepreneurial and personal competencies, but not so much with managerial skills (Heilbrunn 2004) .
They indeed seem to highly trust their communication, human relations and interpersonal skills as well as their ability to be creative and take advantage of opportunities, but not their administrative, marketing, sales, and financial skills.
What is particularly interesting is that most of our respondents are highly educated, with rich experience in related or non-related industries, and great support from their immediate-close environment (i.e. a business owner in the family). Hence, whereas in the past, the suggested weaknesses or lack of prominence in leadership roles were associated with objective barriers, such as lack of education, family and workplace restraints or gender-related discrimination stereotypes (Sexton, and Bowman-Upton 1990) , these female leaders appear to be limited by their own perceived ability to successfully manage a company (Langowitz, and Minniti 2007) .
Perceived Competencies and Leadership Style
With respect to the role of competencies in shaping the leadership style of the examined female entrepreneurs, we make three main observations. Firstly, not all competencies have the same impact on leadership style formation. A clear connection of human relations (motivation of others, hiring the right people, monitoring performance) and personal competencies (decision making skills, interpersonal skills, perseverance, self-confidence, communication and selfmanagement skills) to transformational leadership style is revealed (Table 4 ).
In addition, we reveal a positive connection between entrepreneurial skills and transformational leadership style. In fact, the female entrepreneurs in our sample, who believe they are well equipped with entrepreneurial skills, seem to place a lot of emphasis on providing the right stimulus to their employees for success, and the necessary supportive environment as expected by entrepreneurial leaders (Roomi, and Harrison 2011) . Interestingly though, no significant relationship is revealed between a certain leadership style and reward. In line with , we would expect a transformational leadership style to be positively related to reward and recognition of accomplishments, whereas transactional leaders would be less inclined to these behaviors. However, our results depict a uniform attitude towards 'reward' between the two leadership styles, suggesting perhaps that our female leaders are all equally sensitive to recognition and reward. Still, further exploration is necessary before making any bold conjectures.
Secondly, no one competence seems to be directly related to the adoption of laissez-faire behavior. Perhaps this is due to the negative properties of the specific style. Indeed, laissez-faire has been described as a type of destructive leadership behavior (Skogstad, Einarsen, Torsheim, Aasland, and Hetland 2007) and as a general failure to take responsibility for managing . In fact, Skogstad, et al. (2007) found laissez-faire leadership style to be positively related with role conflict, role ambiguity, and conflicts with coworkers.
In line with previous research (Lerner and Almor, 2002) Finally, the management style classification of autocratic, bureaucratic, democratic and laissez-faire does not seem to be particularly influenced by competencies. As mentioned above, contrary to the belief that women's management style would be more 'feminine' and 'participative' in nature (Brush 1992; Chaganti 1986 ), the majority (88 percent) of the respondents were reluctant to release control of their firms, adopting a rather autocratic management style when it comes to strategic decision making. This was particularly obvious among the participants who considered themselves well equipped with personal skills and/or higher experience within the firm and the industry. Lerner and Almor (2002) showed indeed that past experience is positively related to female venture performance. Hence, the reluctance of the female entrepreneurs in our sample to release control of their companies can be attributed to their understanding of this underlying relationship.
Similarly, when we try to identify the relationship between managerial style and education, we find generally weak results. However, it is obvious that the relationship between educational background and managerial style is negative, especially with regards to autocratic and bureaucratic leading styles (the latter is actually strong and significant). This indicates that the more educated the leader is, the less autocratic and bureaucratic her management style will be.
Conclusions, Practical Implications and Further Research
The current study is one of very few to examine the connection between female entrepreneurs' adopted leadership and management styles. We reveal that female leaders of micro and small businesses in the North West of England, Yorkshire and North Wales tend to adopt a transformational leadership style; a style evidently linked to their perceived human and personal competencies as well as their entrepreneurial competencies. In fact, the examined female leaders are clearly focused on developing a culture of trust, faith and respect within their organizations, and also place great emphasis on their employees' well-being and personal development. Meanwhile, being highly attuned to the constant changes in the market, they are also particularly sensitive in cultivating a climate of creativity and innovation within their enterprises.
We further reveal that these female leaders are quite autocratic in their management styles, and are not comfortable in releasing control over their businesses, particularly when strategic decisions are to be made. Leader's experience and company age seem to reinforce the latter behavior; the older and the more experienced the female leader is, the more autocratic her management style becomes. Finally, we observed how unsure these leaders were about some of their competencies; we specifically found that, while they thought highly of their entrepreneurial and personal competencies, they had little confidence in their managerial ones (e.g. marketing, financial, sales). As a result, many of the leaders admitted that they either try to draw on the competencies of others within their businesses or buy-in the skills they feel they lack. This finding is indeed surprising, especially when we consider that the majority of our respondents are rather well educated to begin with.
As in all studies, certain limitations are present. One limitation is the size of the study sample. Despite being quite diverse and well representative of the population, our sample size is still quite small to reveal causality between competencies and leadership style. Future research based on a large-scale survey would provide invaluable insights to the above. Another limitation of the study is its focus on specific regions of the North of England and Wales, which limits the findings' generalizability to the rest of the country or even more so, globally. Along these lines, a similar large-scale survey, comparing female entrepreneurs in different parts of the world could significantly advance our understanding of the investigated topic and allow for new theory development. Acknowledging how female leaders perceive some of their competencies, we recommend that policy makers should include support for programmes specifically targeting skills they find challenging. Programs in which general marketing, financial and basic supervisory management skills are taught will not only equip female entrepreneurs with the strengths they need to run their businesses successfully, but most importantly, will provide them with the confidence they feel they lack. Finally, policymakers should also be wary of presumptions (see for example Shane 2008) that micro and small businesses led by female entrepreneurs do not have growth aspirations and should tailor and target support accordingly. a Low=0-4; Moderate = 5-8; High = 9-12 b Low=0-2; Moderate = 3-5; High = 6-8 c Influence (idealized) indicates whether a leader holds subordinates' trust, shows dedication and overall acts as a role model; Motivation (inspiration) measures the degree to which a leader provides vision; Stimulation (intellectual) shows the degree of encouragement a leader provides to others by creating an environment that is tolerant of experimentation; Consideration (Individualized) indicates the degree to which interest in others' well-being and personal contribution in the group/team is shown; Simulation (intellectual) shows the degree of encouragement a leader provides to others by creating an environment that is tolerant of experimentation; Reward (Contingent) focuses on the degree to which a leader tells others what to do to be rewarded, emphasizes expectations and recognizes accomplishments; Management-By-Exception assesses how content a leader is with standard performance; and Laissez-Faire measures the extent to which a leader will let others do their own thing. 
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